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Abstract 
The education and training process has become a priority of the EU Council's policy in the broader context of economic and 
social policies requiring a workforce that is highly skilled, adaptable and able to effectively use its knowledge and the new 
technology. The knowledge-based society, founded on dynamic learning processes, will depend on professionals highly skilled in 
different contexts (learning in formal environments, lifelong learning, e-
development becoming the subject of expansion, diversification and fast professionalisation. The educational reality shows that 
the strength and quality of an organization or company do not depend primarily on the number of its members. Quantity does not 
necessarily produce quality. What actually matters is repre
convergence with organizational goals and the types of activities. The increasing degree of civilization depends on every 
nd change. The educational system is no exception to 
willing to change something, the 
moral purpose by itself being insufficient and in need of social actors whose qualifications recommend them in view of obtaining 
individual and institutional performance. 
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1. Introduction. A reference framework for approaching the development of human resources  
The national strategy for the development of human resources represents a fundamental element of the 
education system reform process. The new requirements and orientations adopted globally through official 
conventions signed by different states (Romania included) ask for a new vision of the educational policies on the 
teaching career. In the EU, the competences of the human resources are key determiners of innovation, productivity 
and competitiveness. The European Framework for Key Competences for Lifelong Learning, adopted in 2006 by the 
Council and the European Parliament, defines for the first time at a EU level those competences   
 necessary for personal fulfillment, social inclusion, active citizenship and employment in a knowledge-based 
society. They represent a multifunctional combination of knowledge, skills and attitudes that the education systems 
and especially the vocational training systems should generate in the future for young people and adults. 
In this general context, the changes in the Romanian education are founded on a new legislation  the 
National Education Law no. 1/2011  which generalizes the paradigm of the competences in vocational training, the 
domain of the development of human resources in education included. From this perspective, the issue of 
professionalizing teaching is relaunched in the debate of the academic community through theoretical and 
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methodological foundation, starting with the establishment of specific professional standards and with the re-
thinking of the process of initial and continuous education and training in keeping with these standards, as well as 
through the necessity to adopt a European Credit Transfer System (ECTS) that allows the formal recognition of 
study programmes and periods. The ECTS has been used by Romanian higher education institutions since 1997 and 
it was generalized by Order of the Minister of Education and Research (3617/16.03.2005). It has recently become an 
instrument of transfer and accumulation of study and vocational training credits, but, as the ECTS trend shows, not 
only as an expression of student workload invested with a view to pass a study/training programme, but mainly as 
the achievement of learning defined in terms of competences acquired.   
 The present study analyzes those present changes and requirements in the domain of human resources in 
education that call for more efficient programmes and activities of continuing education and answers and/or 
solutions to a series of specific challenges: 
 What is the significance acquired by continuing education from the perspective of the new Law of 
education? 
 How can the progression of the teaching career and the reconstruction of the didactic degrees (II-I-
excellency/teacher emeritus) be reconsidered? 
 What are the competences to be acquired/demonstrated by the teacher along his didactic career? 
 How can the development of the teaching career be corelated with the accumulation of transferable 
professional credits and with the replacement of the seniority criterion with complex assessment criteria, 
psycho-socio-pedagogical, methodological etc.? 
 How is the management of the development of the didactic career achieved? 
 the correlation of the certifying system with the system of teaching career development.   
 
2. Principles and action directions in continuous training of human resources in pre-
university education 
The evolution of the educational system depends on the quality of the human resources. The training and 
development of the teaching staff, in keeping with the reference professional standards for the teaching career, must 
become a key component of the personnel and school organizational development policies. In this context, the 
professionalizing of the teaching career through the implementation of a system of standards based on didactic 
competences has become a reference framework for the assessment of the human resources and primary condition 
for quality assurance in the Romanian education (Marin, 2011). The recent advancement and  modifications in the 
domain of education require a reconfiguration of the continuous training system along the following action 
directions: 
 a flexible, modular structure of the continous training/professional development programmes and activities; 
 the assessment and certification of the qualification and development level through reference to the 
professional standards specific to the teacher; 
 the modification of the system of professional development and teaching career evolution through the 
restructuring of the didactic degrees: degree II, degree I, didactic excellency/teacher emeritus 
(
-2004/ Development strategy of the initial and 
continuous training system for teachers and managers in pre-higher education 2001-2004); 
 the reconsideration of career development/progression through the implementation and application of the 
system of transferable professional credits and the creation of a reference framework for their 
recognition and equivalence in continuous training/professional development; 
 the replacement of the seniority criterion with complex psycho-socio-professional criteria; 
 the development of continuous training activities based on personal and professional development plans, the 
elaboration through active involvement of teachers and school managers in the identification of 
differentiated routes of training. 
The impact of such a continuous training system, having the role of educational policy, aims to focus the 
didactic career on performance, career development, professional development, assurance of a professional 
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dynamic, corelation of institutional structures, of programmes and normative acts regulating the status and the 
professional standards. In this respect, we suggest a series of new orientations and principles in the domain of the 
continuous training of the teaching staff in pre-university education: 
 the creation of the legislative and procedural framework meant to provide the means for the identification, 
measurement and recompensation of the performance of the teaching staff through the quantification of the 
different degrees of efficiency that the teachers demonstrate in a specific teaching-learning-evaluation context; 
 the re-organization of continuous training based on the professional competences and standards of the teaching 
staff, explicitely representing the types of abilities, attitudes, didactic values and knowledge; 
 the stimulation of the confidence in the educational system through the visibility and objectivity of the 
procedures used in the assessment of the level of performance, the feed-back offered to official organisms, the 
teaching staff, the parents and to the professional associations; 
 the promotion of an active involvement of each teacher in their own professional development through the 
flexibilization and diversification of training opportunities, as well as through the valorization of reflexivity 
regarding professional efficiency, identification of areas and possibilities of professional development, of 
actions of planning and application of personal and professional development; 
  the elaboration of the individual plan for professional development will allow for differentiated didactic 
evolution through the establishment or the revision of the sets of competences as a consequence of the need to 
individual finalities with a view to helping the school to reach its organizational goals by means of a 
management of the career and the identification of the development activites, necessary and fundamental for 
the evolution towards didactic performances; 
 the rec -formal and informal 
education through the implementation of new conceptual models of implicit education, guided and 
independent ( privind propunerea de recomandare a 
 COM(2008)179  2008/0069(COD), Bruxelles, 23 
octombrie 2008/ Opinion of the European Economic and Social Committee on a Proposal for a 
recommendation of the European Parliament and of the Council on the establishment of a European Quality 
Assurance Reference Framework for Vocational Education and Training). 
The continuous training equally aims at a solid and permanent specialty formation and a psycho-pedagogical 
one. The plea for the integration of the two components is based on the reality in schools where teachers need to 
adapt to a varied typology of students, in order to prepare them as future citizens having the complex abilities 
necessary for their active participation in the life of a knowledge-based society. The pedagogical formation the 
teacher needs in oreder to help students develop the ability to think critically, to create, to correctly manage complex 
problems and master equally complex specialty aspects, is much more challenging than the one to communicate and 
develop simple, routine abilities. Consequently, the harmonization of the key components of continuous training will 
help the teachers acquire the specialty knowledge regarding the subject they teach, as well as the capacity to use a 
wide range of teaching-learning-evaluation approaches meant to satisfy the learning needs of each student. The 
educational reality calls for the actualization and extension of the regulations in the domain, with a view to 
approaching the professionalizing of the teaching career as a process of formation and development of a set of 
competences that allows for the assumption and achievement of the specific professional tasks characteristic of a 
corresponding level of performance. 
 
3. Model of progression in the teaching career and of credential evaluation of the professional development   
     level  
 
            The progression in the teaching career is not linear. The development of the knowledge, abilities, attitudes 
and practices is achieved all along their professional life. The start and the development of the teaching career is 
achieved at different levels of experience in learning, work and professional training, in a variety of contexts that 
singularize and configure the professional profile. Consequently, the present approach proposes the re-thinking of 
the continuous education and training on dynamic stages and levels of professional competence, not solely 
determined by the seniority criterion. The teachers can develop their activity at different levels of competence, 
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regardless of the teaching stage they are in (pre-service or experienced). According to the principle of cumulative 
development of the level of teaching competence, we propose a model of career progression and of evaluation of 
performances, organised on two integrated dimensions: 
1. career progression in three stages:  
 stage 1  covers the evolution of the teacher on the pathway between full-registration and access 
to the programme for the granting of degree II;   
 stage 2  covers the evolution of the teacher on the pathway between degree II and access to the 
programme for the granting of degree I;   
 stage 3  covers  the evolution of the teacher on the pathway between degree I and access to the 
programme for the granting of excellency/teacher emeritus.  
2. five levels of evaluation quantified in accumulated credits along the career development:  
 level 1  corresponding to the interval 1-100 credits, the maximum level being a pre-requisite for 
the access to the programme for the granting of degree II;  
 level 2  corresponding to the interval 101-200 credits; 
 level 3  corresponding to the interval 201-300 de credite, 250 credits being a pre-requisite for the 
access to the programme for the granting of degree I;    
 level 4  corresponding to the interval 301-400 credits; 
 level 5  corresponding to the interval 401-500 credits, the maximum level being a pre-requisite 
for the access to the programme of excellency. 
The progression in the teaching career is achieved depending on individual potential and educational context, 
both determining a differentiated development of professional and transversal competences along the three stages. 
This way, the reference to the seniority criterion is eliminated and professional development is quantified in credits 
representing the learning effort made and the acquisitions following the training programmes and activities. The 
model proposed must be correlated with the six generic competences of the teacher, recently stipulated by Order of 
Minister 5660/201: C1  methodological competences, C2  communication and relationship competences, C3  
student evaluation competences, C4  psycho-social competences, C5  technical and technological competences, 
C6  career management competences. Each such competence can be followed along the three progression stages 
and the five levels of credential evaluation; a value coefficient between 0 and 5, for each stage, will result from the 
number of credits accumulated and the assessments recorded in various activities of continuous training. 
This value, accumulated in time by the teacher, will be recorded in their professional portfolio and may be 
referenced to a standard level of coefficients allocated to the corresponding competence, thus indicating the 
minimum value required for a certain level of continuous formation and professional development. For illustration, 
we provide below an sample of interpretation: 
 stage 1  covers the evolution of the teacher on the pathway between full-registration and access 
to the programme for the granting of degree II. This stage of professional evolution requires different 
minimum levels of competences, depending on their complexity: level 2.00 for C1; level 1.80 for C2; 
level 1.60 for C3; level 1.40 for C4; level 1.20 for C5; level 1.00 for C6. If these coefficients are 
reached, any teacher is granted access to the programme for the granting of degree II.   
 stage 2  covers the evolution of the teacher on the pathway between degree II and access to the 
programme for the granting of degree I. Such a stage of professional evolution requires minimum 
levels higher than stage I, differentiated by the complexity of the competences: level 4.00 for C1; level 
3.80 for C2; level 3.40 for C3; level 3.20 for C4; level 2.80 for C5; level 2.60 for C6. If these 
coefficients are reached, any teacher is granted access to the programme for the granting of degree I.   
 stage 3  covers  the evolution of the teacher on the pathway between degree I and access to the 
programme for the granting of excellency/teacher emeritus. Such a stage of professional evolution 
requires minimum levels higher than stage II, and, for its accessing, the teacher is required the 
satisfaction of level 5.00 for all competences. 
 The application of the grid in the management and assesment of evaluation of the teaching career requires a 
generalized 1 to 5 grading system (1  for the lowest level, and 5 for the highest training level), with the 
corresponding credits attached, that will be recorded in the didactic portfolio for all cintinuous training programmes 
and activities.  
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4. Conclusions 
 
The reconfiguration of the continuous development of human resources in education is 
supported by recent evolutions on a European level, among which the following need mention: 
the Council Conclusions of 26 November 2009 on the professional development of teachers and 
school leaders (2009/C 302/04) focus on the message according to which 
education systems differ in many respects, they share a common need to attract and retain 
teaching staff and school leaders of the highest calibre in order to ensure high quality 
educational outcomes (p. 8), as well as Objective 1.1 of the Education and Training 2010  (p. 
6), which highlights the importance of attracting to the teaching profession, and retaining, well-
qualified and motivated people, of identifying the skills the teachers require to meet the changing 
needs of society, of providing conditions to support teachers through initial and in-service 
training, and of attracting recruits to teaching and training who have professional experience in 
other fields. 
The continuous process of professional development presupposes the initial training of the teachers, their 
registration and start in the didactic activity, as well as lifelong learning. The knowledge base, necessary for a 
didactic career, has expanded and requires that the teachers study and train all along their lives. The assumption of 
the professional standards can help them plan, structure and facilitate their continuous professional development. 
Consequently, the decision regarding the diversification of the modalities through which the teaching career 
progression, as well as the credential evaluation of the level of professional development becomes essential if we 
want a system of continuous training, functional, modern and efficient. Moreover, institutional responsibility 
becomes determining, active on the different stages of didactic professionalizing, which necessarily requires a 
clarifying of the status and the implication of specialized strutures. For that purpose, one of the premises for success 
in the reconstruction of the training process is represented by the establishment and support of a net of Didactic 
Training Institutes within the academia, meant to be organized and operate based on specific regulations, with 
distinct financing allocated for the development of the professional competences of the human resources in 
education. 
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